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In courtrooms across the country, judges conduct hearings where people are accused of committing 
crimes and attorneys prosecute or defend defendants. Fairness for defendants accused of a crime 
requires that they be afforded zealous advocacy by competent counsel, and that counsel be 
provided with the resources necessary to effectively represent their clients. Although the Sixth 
Amendment in the United States Constitution grants defendants the assistance of counsel in 
criminal cases, it does not guarantee a complete investigation before a plea bargain. Powell v. 
Alabama (1932) expanded the right to counsel by holding individuals charged with a capital crime 
must be provided counsel regardless of inability to pay. Prior to Powell, it was a defendant’s federal 
constitutional right to hire an attorney, but only as long as the defendant could pay for their counsel. 
Arguably, one component of the Powell decision was based on a failure to investigate (1932, p. 
58). Nearly thirty years later, Gideon V. Wainwright (1963) expanded the right of counsel to 
defendants in state court. According to Blume and Johnson (2013), “Even when his counsel is 
competent and diligent, a defendant may be deprived of the promise of Gideon due to a lack of 
investigative and expert services” (p. 2143).  
The defense investigator’s primary function is act as an objective factfinder. As part of 
their duties and functions, investigators often review discovery, locate and interview witnesses, 
review physical evidence, and much more. It is not uncommon to find public defense offices that 
do not have enough investigators. If a defense attorney is to be zealous when advocating for their 
clients, then the use of an investigator is paramount in establishing facts that may translate into 
more desirable outcomes for the client. Given the responsibility and importance of the 
investigator’s role in criminal cases, it is crucial they be well-trained.  
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Organizations in both the private and public sector agree that effective training is essential 
to the progress and advancement of the agency (Noe, 2002). Training is a form of active learning 
that is aimed at developing knowledge, skills, and attitudes (Lampusova, 2015). Training is a cost 
effective investment for agencies and can be a powerful tool. “It can help to expand the scope of 
available skills within the workforce as well as improve on existing expertise, all with the goal of 
improving the business’s efficiency and effectiveness.” (Denby, 2010, p. 147). Training is more 
than teaching people new skills to improve their work performance. Training is “an ongoing 
process with set goals and outcomes, which are monitored, refreshed and enhanced.  It can bring 
a continued and long-term benefit to a business” (Denby, 2010, p. 147).  
Many organizations do not realize the positive impact an effective training program may 
have in achieving the organization’s mission and employee performance. Agencies seek to 
promote staff participation in evaluated training programs to enhance learning, increase 
performance, and contribute to organizational goals (Brinkerhoff, 2006). According to Elnaga & 
Imran (2013), “Training is a systematic process to enhance employee’s skill, knowledge and 
competency, necessary to perform effectively on the job. Overall, training impacts organizational 
competitiveness, revenue and performance” (p. 138). Training effectiveness is a measure of how 
well a training achieves its intended outcomes, such as increased job performance (Kraiger et al., 
1993). Organizations may evaluate training effectiveness using one or more of Kirkpatrick’s 
criteria: reaction, learning, behavior, and results (Khan, 2002; Kirkpatrick, 2007). 
The California Defense Investigators Association (DIA) Defense Investigator Training 
Academy (DITA) is a four module, four week, training academy for defense investigators. DITA 
was established in 1998 by vote of the Board of Directors of the DIA. DITA classes provide 
certified training in criminal defense investigations and address the skills and knowledge essential 
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to provide competent investigation on behalf of the defense in criminal cases. The DITA  
committee determined the topics they believed needed to be taught to criminal defense 
investigators (CDIA, 2017). 
 The objective of this study is to analyze the effectiveness of the DIA’s DITA program 
using the Kirkpatrick model of program evaluation as a theoretical framework.  The findings of 
this research provide a useful contribution to the field of public administration and criminal justice, 
as the evaluation and empirical research may provide valuable insight into the program, profession 
of defense investigation, and highlight the need for effective training in organizations.  
Problem Statement 
Training is a crucial component of investigation work; however, there is a significant discrepancy 
regarding the training mandated and received by prosecution-oriented and defense-oriented 
investigators. Prosecution investigators (such as law enforcement detectives or District Attorney 
investigators) have considerable resources and require extensive training aside from one’s 
education. In respect to training, investigators who work for the prosecution are required to 
complete the California Peace Officer Standards and Training (POST). Completion of POST is a 
minimum of 664 hours of training (POST, 2020). However, there is no mandatory training 
program, academy, or number of cumulative training hours required for an investigator working 
for the defense. Although those who work in criminal defense may have a background in law 
enforcement or other types of investigations, those who do not may begin their career without 
significant experience or mandatory training. Despite a different approach in how the work is 
completed, and who the client may be (defendant vs. “the people”), the job is conducted with the 
purpose of finding the facts of a case. Training serves as a tool in that it can provide valuable skills 
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to increase work performance. The discrepancy in training requirements for these similar 
professions results in an imbalance within the criminal justice system.  
An evaluation of DITA’s effectiveness is crucial to the profession of criminal defense, as  
it is one of the only academy trainings for defense investigators in California and throughout the 
nation. The present research explored the effectiveness of the DIA’s DITA program. 
Research Question 
What is the effectiveness of the California Defense Investigators Association’s Defense 
Investigator Training Academy program? 
LITERATURE REVIEW 
Gap in Literature 
There is a lack of literature pertaining specifically to the profession of criminal defense 
investigation and training. However, there is significant research regarding training program 
effectiveness and law enforcement or policing. For example, Marzano et al (2016) evaluated a 
training program for police and suicide prevention and others have conducted extensive research 
on police and mental health training (Loukes, 2013; Norris & Cooke, 2000). Although the role of 
a police officer or detective is different than that of a defense investigator, they often have the 
same duties, such as locate and interview witnesses and discover and analyze evidence. 
Unfortunately, there is significantly more research on the importance of training officers than that 
of defense investigators. For example, in the 1989 United States Supreme Court case, City of 
Canton v. Harris, it was concluded that a failure to adequately train officers could result in 
managerial liability (Grossman, 2003).  The training of officers should also correspond with the 
tasks they are required to perform. In the case of Hill v. Hamilton-Wentworth Regional Police 
Services Board (2007), the Supreme Court of Canada held officers have a duty of care to suspects 
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and their conduct throughout an investigation should be compared to a standard of how others in 
a similar situation would have acted. This case highlighted the need for standardized practices and 
how the “… complex investigative knowledge required by police officers continues to increase. 
Failure to provide adequate education continuously throughout the span of an officer’s career may 
result in significant costs, both financial and otherwise, associated with inadequate investigations” 
(Clarke & Armstrong, 2012, n.p.). 
The present research is significant, as it addresses the gap in the literature. In order to 
understand the significance of this profession and impact of effective training, this section provides 
insight into the history of defense work, the role of a defense investigator, the implication of 
training on an organization, and the DITA program. 
Background and Importance of Defense Work  
Powell v. Alabama did more than require legal counsel be appointed; it also noted the “vital 
importance of counsel and of ‘thorough investigation and preparation’” (Bright, 1994, p. 1836). 
According to Steiner (1981), the Sixth Amendment indicates the effective assistance of counsel 
includes a duty to investigate. According to the American Bar Association (ABA) Standards, 
Standard 4-4.1 outlines the Duty to Investigate: 
(a) Defense counsel should conduct a prompt investigation of the circumstances of 
the case and explore all avenues leading to facts relevant to the merits of the case 
and the penalty in the event of conviction. The investigation should include efforts 
to secure information in the possession of the prosecution and law enforcement 
authorities. The duty to investigate exists regardless of the accused’s admissions, 
 10 
or statements to defense counsel of facts constituting guilt or the accused’s stated 
desire to plead guilty (np).  
Regardless of the charge, whether it be a misdemeanor or felony, investigation is essential to a 
defendant’s case. Determining the facts of a case allows for the formation of effective 
representation. The country’s adversary system relies on both the prosecution and defense to 
conduct investigations, interpret the evidence, locate and interview witnesses, and present as a 
neutral fact finder (Bright & Sanneh, 2013). In order for the justice system to work as designed, 
each side should be balanced and without significant disparities. Disparities in skills and resources 
between the defense and prosecution may not only create unbalance, but injustice. Investigation 
from both sides is crucial.  
 A criminal defense investigator has an important role on the defense team. They are 
responsible for investigating the validity of the work conducted by the police department. Due to 
the potential impact of a defense investigator’s work, it is important they have training (and 
experience) so they may identify errors or omissions in the work of others. Although investigators 
are not expected to be all-knowing, their training and experience should include a broad knowledge 
base. For example, investigators should be familiar with the basics of crime scene reconstruction, 
blood stain analysis, photography, interviewing, digital forensics, firearms, arson, and sexual 
assault investigations.  
According to Sylvia and Sylvia (2012), organizations illustrate their support for the 
attainment of their mission through the use of clear standards. Standards serve as a criteria for how 
an organization’s services may be evaluated. The use of standards allows an organization to 
promote transparency, but also accountability. Public organizations are provided with standards 
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by appointed administrators, or legislature, and can also be enforced through professional 
associations. Employees must focus on adhering to the standards and ensuring their services are 
beneficial to their clients served. The purpose of standards is to ensure an organization is 
implementing their services by qualified providers. Training allows for the development of 
qualified providers. According to the American Bar Association (ABA) Standards, Standard 5-1.5 
outlines training and professional development. The standard states:  
The legal representation plan should provide for the effective training, professional 
development and continuing education of all counsel and staff involved in 
providing defense services. Continuing education programs should be available, 
and public funds should be provided to enable all counsel and staff to attend such 
programs (np). 
If an investigator is able to carry out small acts of due diligence for a case, it may 
significantly alter the results of the case in court. The work of an investigator may result in a better 
plea offer, earlier resolution of a case, and other outcomes beneficial to the defense. “Effective 
assistance of counsel in a capital case requires a lawyer who has the requisite experience and skills 
to manage a thorough investigation” (Kreitzberg, 1995, np.). Effective investigation is crucial as 
it is paramount to the defense for counsel to have as much information, be it helpful or detrimental, 
as possible. 
Fabelo, Reynold and Tyler (2013) conducted an evaluation of the Harris County Public 
Defender’s Office in Harris County Texas. One result indicated there is an association between 
positive outcomes and the more time that is spent on investigation by the county’s Public Defender 
Office. 
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HCPD spent $534,174 for 3,950 cases (felony, misdemeanor, and juvenile) in a 
year, an average of $135 per case, compared to the assigned counsel system, in 
which the county spent $874,638 for 67,530 cases, an average of $13 per case. More 
precisely, the average investigative expenditure for a felony assigned counsel case 
is $34 and the average for a misdemeanor is 22 cents (p. 2).  
The evaluation of the Harris County Public Defender’s Office also signified how the quality of 
representation matters. Furthermore, the lack of proper support services, such as an investigator, 
by any defense agency can lead to significant negative consequences for the defendant. According 
to Butcher and Moore (2000), in their study one prosecutor noted: 
‘An investigator was not approved in the case, the defense had to proceed without 
the witness. The defendant was found guilty. After trial the witness was found, the 
defense appealed the case and it was overturned. Now it has to be tried again. If the 
witness had been found by an investigator, all this time and expense could have 
been avoided. An investigator probably would have found the witness. The defense 
attorney didn’t have the time and resources to do the investigation alone.’ (np).  
As discussed, the role of a defense investigator is crucial. Many duties conducted by the 
investigator assist counsel in zealous representation of their client. Although an investigator has 
the ability to make significant impact on a case, they may struggle to conduct the job satisfactorily 
without any proper training.  
Training and Employee Effectiveness 
Training is important in every organization, in order to ensure employees have the proper skillset 
to do their job. When properly trained, employees are more apt to become qualified in their duties, 
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thus allowing for them to better fulfill their role. Taylor (1996) defines training and development 
as, “the systematic process concerned with facilitating the acquisition of skills, knowledge and 
attitudes which results to improved organizational performance” (p. 258). Elnaga and Imran (2013) 
refer to training as “bridging the gap between the current performance and the standard desired 
performance” (p. 139). According to Govil and Usha (2014), training has specific goals and 
objectives. For example, training is meant to improve an employee’s “capacity, capability, 
productivity, and performance” (p. 44).  
 Job knowledge and skills need continuous upgradation due to the changing dynamics of 
many professions. Training must also be implemented continuously because it allows for 
employees to develop attitudes resulting in the improved management of new situations or 
problems. The development of skills also contributes to organizational change (Valle, Martin, 
Romero, & Dolan, 2000). Training is crucial for organizations facing diverse, changing factors 
because they must maintain their employees at peak performance levels (Govil & Usha, 2014). 
Furthermore, effective training allows employees to enhance their creativity, which results in 
better decision making. 
 Table 1 illustrates that proper and continuous training results in benefits for both the 
organization and the employee. For example, an organization can benefit from training their 
employees because they will deliver services to their clients at a higher quality. The development 
of key skills can also allow for an improvement in productivity and optimal use of time. Also, 
well-trained employees are assets to an organization, as they may be used to complete various 
tasks as needed. Lastly, proper training allows for employees to be more confident in their work 
which naturally leads to a reduction in employee turnover. Employees can benefit directly from 
training by way of employer incentives when their training results in productivity increases. 
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Employees may also feel more confident, have higher levels of job satisfaction, and make less 
mistakes in regard to their work (Govil & Usha, 2014).  
Table 1: Benefits to the Organization and Employee  
 
Benefits to Organization Benefits to Employee 
Trained employees can deliver services at a higher 
quality and enhance organizational productivity.  
Increase in productivity and quality of work resulting in 
more incentives, such as a promotion or raise.  
Training develops skills which will improve use of time. Increase in knowledge, job satisfaction, and morale.  
Trained employees may be used to complete various 
tasks to meet organizational needs. 
Fewer mistakes made. 
Decrease in employee turnover. Able to address changing dynamics in work 
 Towler, Watson, and Surface (2013) explored how managerial behaviors can influence the 
perception of training on their employees. In their research, they note how “…organizational life 
imposes a number of policies and practices on individual attitudes, behaviors, and cognitions” (p. 
830). For example, managers are influential in that they are able to place importance on practices 
such as training and development (Baldwin & Magjuka, 1991). When managers highlight the 
importance of training, it can impact an employee’s perception of its prominence as well. This 
signaling of importance can result in a prioritization of training activities within the organization. 
According to Towler, Watson, and Surface (2013), “Even if training is mandatory, the signals that 
managers send to their subordinates, can influence the extent to which subordinates are vested in 
the training” (p. 830). Research in human resource development indicates employees are also more 
motivated to learn and transfer their new knowledge to others when managers support a training.  
 Michael and Combs’ (2008) research revealed how training can reduce error or failure 
because training effects performance. Employee performance refers to the competency and 
knowledge to conduct necessary work (Huselid, 1995; Ichniowski, Shaw, & Prennushi, 1997). 
“Effective training programs are critical for successful employee performance” (Huang, et al, 
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2014, p. 1095). Employees are satisfied when they believe they are competent to perform their 
jobs well; this may be achieved through the participation in effective training programs. Moreover, 
training can improve one’s job performance by replacing everyday practices with those that are 
more efficient and effective (Elnaga & Imran, 2013). 
According to Phillips and Phillips (2001), there are noteworthy benefits of conducting a 
training evaluation. An evaluation may assist a training program in a few different ways: determine 
if the program is achieving its goals and objectives, identify the program’s strengths and 
weaknesses, identify trainee demographics and who benefits more, and it allows for data collection 
for the promotion of agendas and marketing. Overall, a training evaluation is a statistical and 
methodological approach to determine if learning outcomes are achieved and to what extent. 
Training effectiveness is the approach to understand the learning outcomes.  
DITA 
In the fall 1999 edition of the “DIAlog: A Publication of the California Defense Investigator’s 
Association,” DIA President William Van Cleave indicated the first DITA training would be held 
in Solvang, CA from November 10-14, 1999. In the president’s message, he stated “Registrants 
are in line for a quality instruction that will focus on an investigator’s basic responsibilities, 
investigative report writing, interviewing techniques, and testifying skills. Through this training 
the investigator will be able to provide quality service to our clients” (p. 2). In the winter 1999 
edition of the DIAlog, William Van Cleave stated there were 100 students in attendance in the 
inaugural DITA class. He stated, “The uniqueness of some investigation methods, and the 
similarity of others, used by investigators across the state and beyond, provided an unexpected 
depth of learning” (p. 2). Since DITA’s inaugural class in 1999, DITA has completed 20 full cycles 
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and 193 investigators have received their CCDI certificate (P. Benitez, personal communication, 
November 1, 2019). 
Today, the training program consists of four modules: Introduction to Defense 
Investigations, Case Development and Procedures, Communications for the Investigator, and 
Investigative Sciences and Technology. Each module is presented in an “intensive workshop 
setting” (CDIA, 2017, np). Each module is approximately 30 hours of class participation over the 
course of four to five days. The modules can be taken in any order; however, an investigator  must 
complete all four modules in order to receive the certificate in criminal defense investigations 
(CCDI) (CDIA, 2017). Table 2 outlines the main topics covered within each module. 




A logic model can be used for a program evaluation. Table 3 demonstrates  the logic model; 
the intended results of DITA are represented in the outputs, outcomes (short and long term), and 
impact. If DITA can obtain the necessary resources, such as a facility, appropriate presenters, staff, 
and finances, then they are able to perform the necessary activities. For a program such as DITA, 
the primary activity is to host bi-annual modules, each of which includes one week of training. 
These modules often consist of classroom presentations by various practitioners, hands on 
exercises by the students, and demonstrations of new skills (such as crime scene diagramming in 
DITA 4). Upon completion of these activities, DITA has outputs, such as how many students have 
participated or completed the program. DITA participants will benefit from short and long-term 
positive outcomes, such as improved knowledge and skills which leads to a change in overall work 
behavior due to improved work performance. These positive outcomes ultimately result in an even 






















Table 3: Logic Model 
 
Theoretical Framework 
Conducting an evaluation on a program’s training effectiveness is beneficial to both employees 
and management. Training effectiveness is determined by an evaluation of whether or not an 
employee achieved the training’s goals (Warner & DeSimone, 2009). The Kirkpatrick evaluation 
model served as the theoretical framework for this study. This model was established in 1959 by 
Donald Kirkpatrick and has served as the most common approach to program evaluation 
(Newsom, 1995). Kirkpatrick’s (1976, 1994) training evaluation model outlines four levels of 
training level outcomes: reaction, learning, behavior and results. Table 4 outlines each of the 
levels. Several factors can be attributed to analyzing why the model is popular. According to 
Shelton & Janak (1989), the model has provided organization professionals a tool to understand 
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evaluation in a systematic way. The model provides a straight-forward guide and simplifies the 
process of program evaluation. 
Table 4: Kirkpatrick Levels of Evaluation 
 
Source: Kirkpatrick (1994) 
 The first level, Reaction, includes the trainee’s reaction to the program. Kirkpatrick (1959) 
originally discussed this level as how well the program was liked by the trainee. At this level, a 
trainee’s overall perception of the program is analyzed. Since the original development of the 
model, this level has evolved to the quality of the training. For example, items such as an 
instructor’s knowledge of the material is included in the first level. The disadvantage of evaluating 
a program solely at this level is information regarding program satisfaction cannot determine if a 
program achieved its objectives (Warner & DeSimone, 2009).  
 The second level, Learning, measures the extent to which a trainee learned the material 
they were intended to learn. This level determines if a trainee increased in knowledge, improved a 
skill, or changed an attitude as a result of participating in the training. According to Kirkpatrick 
(1994), it is assumed that a change in behavior is representative of one or more of the training’s 
objectives being met.  
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 The third level, Behavior, refers to the knowledge or skills learned and if the trainee was 
able to transfer it to their job. This level attempts to determine if a trainee applies their new 
knowledge or skills upon returning to their organization (Kirkpatrick, 1994). If a trainee is unable 
to apply the knowledge or skill from a training to their work, it is determined the training program 
was unsuccessful in garnering a positive impact on the employee and, transversely, the 
organization. 
 Level four, Results, refers to the overall results that occurred because a trainee participated 
in the program (Kirkpatrick, 1994). Examples of final results for this level may include less errors 
in final work product, increased productivity or efficiency, or attainment of organizational goals.  
Limitations to the Kirkpatrick Model 
Despite its popularity, the Kirkpatrick model has notable limitations. Researchers believe 
the model is incomplete disregards the assumption of causality (Tracy, Tannenbaum, & 
Kavanaugh, 1995; Alliger & Janak, 1989). 
Although Kirkpatrick’s  popularity is in part due to the ability to understand the complexity 
of program evaluation in a systemic way, the model is over simplified in that it does not take into 
account individual characteristics. Tracy, Tannenbaum, and Kavanaugh (1995) note the model also 
fails to address influences such as the learning culture of the organization. Moreover, there is an 
assumption that the Kirkpatrick model’s four levels represent a hierarchal relationship. It assumes 
that a positive reaction (level one) would lead to increased learning (level two), which would 
produce a greater transfer of knowledge (level three), and this would all result (level four) in more 
successful organizational achievements (Bates, 2004). Holton (1996) notes the model implies a 
causal relationship between each of the four levels of evaluation. According to Alliger and Janak 
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(1989), this model assumes that each increasing level of evaluation provides more substantial 
information than the previous level.   
Despite the criticisms and limitations to this model, Kirkpatrick (2006) notes, “…if training 
is going to be effective, it is important that the trainees react favorably…” (p. 27) and “without 
learning, no change in behavior will occur” (p. 51). Furthermore, Alliger et al (1997) found little 
evidence of correlations between the measures at the four levels or evidence of linear causality. 
Hypotheses 
To answer the research question, three research hypotheses served as the guides for the data to be 
collected and analyzed.  
1. Hypothesis (H1). It is hypothesized that as a trainee’s level of reaction (Kirkpatrick level 
1) increases, the likelihood of the program being considered effective will increase. 
2. Hypothesis (H2). It is hypothesized that as a trainee’s level of learning (Kirkpatrick level 
2) increases, the likelihood of the program being considered effective will increase. 
3. Hypothesis (H3). It is hypothesized that as a trainee’s level of behavior (Kirkpatrick level 
3) increases, the likelihood of the program being considered effective will increase. 
METHODS 
Variables and Measurement  
The variables in this study, as well as their corresponding sources of information, are identified in 






Table 5: Independent and Dependent Variables 
 
 
Independent variables. The independent variables are Kirkpatrick’s levels one through 
three: Reaction, Learning, and Behavior. Each independent, ordinal variable was coded with a 
seven point Likert scale of 1=Strongly Agree, 2= Somewhat agree, 3= Agree, 4= Neither agree or 
disagree, 5= Somewhat disagree, 6= Disagree, 7= Strongly disagree. The independent variable of 
Reaction was measured by survey question “Overall, I was satisfied with this training program.” 
The independent variable Learning was measured by survey question “Participation in this training 
enhanced my skills as a criminal defense investigator.” The independent variable Behavior was 
measured by survey question “I am able to apply the knowledge I learned to my everyday work.” 
Dependent variable. The dependent variable was program effectiveness, which was 
measured by survey question “The quality of my work improved due to this training.”  The 
dependent variable was coded with a seven point Likert scale of 1=Strongly Agree, 2= Somewhat 
agree, 3= Agree, 4= Neither agree or disagree, 5= Somewhat disagree, 6= Disagree, 7= Strongly 
disagree.  
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Control Variables. Gender, ethnic background, years of experience, age, and salary were 
controlled for in this study. 
Table 6 illustrates each type of variable, provides a description, and identifies the source. 




Data and Sample  
A questionnaire was comprised of 28 multiple choice and four open ended questions. Table 7 
illustrates which survey question was associated with each of the Kirkpatrick’s four levels of 
program evaluation, or the independent variables. Of the questions asked in each category, only 
one question that best answered and addressed the appropriate level was identified as an 
independent variable. The researcher determined which question best represented the associated 
Kirkpatrick level. The questionnaire was administered through Qualtrics, an online survey tool. 
Qualtrics assisted in the participant’s identity remaining anonymous.  
The questionnaire was sent to 458 members of the DIA, which was obtained from the 2017 
DIA Directory. Of the 458 emails, 59 emails were returned as “undeliverable.” According to 
Hoonakker and Carayon (2009), some of the issues with web-based surveys is due to undeliverable 
emails, invalid or incorrect email addresses, and emails may be mistaken as junk or spam mail. 
The researcher received a few email responses indicating they would not open the survey link due 
to fear of a virus, as they were unfamiliar with the researcher. In addition, an email was sent to the 
DIA board asking if the board members would send an email with the survey link to their 
respective agencies. This was an attempt to contact additional participants who completed DITA, 
but may not have been listed on the DIA Directory. The total sample size was 82 (N=82), which 
is a 20.5% response rate. It is important to note that the emails were distributed to the DIA 
membership, and not solely to those who have participated in the DITA program. The number of 




Table 7: Kirkpatrick Model and Associated Survey Questions 
 
 
Frequencies for the control variables illustrate more information regarding the sample. Of 
the total sample, 39% were White, 9.8% were Black or African American, 3.7% were American 
Indian or Alaska Native, 9.8% were Asian, 30.5% were Hispanic or Latino, and 7.3% identified 
as Other. In regard to years of experience, 29.3% had 1-3 years, 18.3% had 4-6 years, 11% had 7-
9 years, 13.4% had 10-12 years, 8.5% had 13-15 years, 4.9% had 16-18 years, 6.1% had 19-21 
years, and 8.5% had 22 or more years of experience. In regard to the respondent’s age, 15.9% were 
21-25 years old, 23.2% were 26-30 years old, 9.8% were 31-35 years old, 18.3% were 36-40 years 
old, 12.2% were 41-45 years old, 12.2% were 46-50 years old, and 8.5% were 50 or more years 
old. In regard to the respondent’s average salary, 2.4% made $35,000-$49,000, 34.1% made 
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$50,000-$74,000, 28% made $75,000-$99,000, 31.7% made $100,000-$149,000, 2.4% made 
$150,000-$199,000, and 1.2% reported an average salary of $200,000 or more. See Appendix C. 
Design  
For purposes of this research, three ordinary least square (OLS) regressions, a multiple regression, 
and a stepwise regression (to serve as a robustness check) were conducted. The objective of this 
research was to determine if a trainee’s reaction to the program, belief they learned what was 
intended for them to learn, and ability to apply their new knowledge or skills to their job is 
correlated with an improvement in their work. The regression analyses determined the best linear 
associated between trainee’s reaction, learning, and behavior in order to predict DITA’s program 
effectiveness. All analyses were conducted through statistical analysis software, Statistical 
Package for Social Sciences (SPSS).  
Regression analyses 
Three OLS regression analyses were conducted with each of the independent variables 
(Reaction, Learning, and Behavior) in order to determine their individual relationship with the 
dependent variable. When using multiple regression analysis, the goal was to determine which 
independent variable contributed significantly to explain the dependent variable’s variability while 
controlling for others. One objective was to minimize the residual mean square, thus maximizing 
the multiple correlation value (R square). A model which contains all independent variables 
provided the maximum R square; however not all variables may be significant, or they are too 
correlated. The regression analyses were conducted by using the questionnaire data for the 




Robustness Check: Stepwise Regression  
 A robustness check was conducted in order to examine how the regression coefficient 
estimates behave when the regression is modified by the adding of regressors. This research 
applied the forward selection method of stepwise regression where one independent variable was 
added at a time based on the variable’s significance. The focus of a stepwise multiple regression 
is to determine which combination of independent variables best predicts the dependent variable. 
Correlation Matrix  
The role of multicollinearity was also assessed. Multicollinearity is a statistical 
phenomenon in which a strong correlation occurs between some predictor variables. When 
independent variables are correlated, it is more challenging to isolate the effect of each variable 
individually. Although it is good to have the variable be significantly correlated, in multiple 
regression they should not be highly correlated with one another.  
RESULTS 
The independent variable Reaction was measured by the survey question “Overall, I was satisfied 
with this training program.” Results from this question are located in Figure A and concluded 
30.77% of respondents strongly agreed, 20.51% agreed, 15.38% somewhat agreed, 17.95% neither 













Figure A: Results for Reaction Variable 
 
 
The independent variable Learning was measured by the survey question “Participation in 
this training enhanced my skills as a criminal defense investigator.” Results from this question are 
located in Figure B and concluded 29.49% of respondents strongly agreed, 17.95% agreed, 20.51% 
somewhat agreed, 15.38% neither agreed or disagreed, 8.97% somewhat disagreed, 6.41% 
disagreed, and 1.28% strongly disagreed. 




The independent variable Behavior was measured by the survey question “I am able to 
apply the knowledge I learned to my everyday work.” Results from this question are located in 
Figure C and concluded 28.21% of respondents strongly agreed, 19.23% agreed, 24.36% 
somewhat agreed, 19.23% neither agreed or disagreed, 6.41% somewhat disagreed, 2.56% 
disagreed, and none of the respondents strongly disagreed. 
Figure C: Results for Behavior Variable 
 
 
 In addition, a majority of respondents, 26.58% reported “neither agree or disagree” when 
asked if they feel supported and motivated to use the new skills they learned. Moreover, a majority 
of respondents, 28.21%,  “strongly agreed” the material as the right complexity for their 
background.  
 
Ordinary Least Squares (OLS) Regressions  
A series of OLS regressions was calculated using each of the three predictor variables to predict 




Table 8: Summary of Coefficients for OLS Regressions 
 
 
In the first column of Table 8, OLS Regression 1 includes the independent variable 
Reaction and control variables. A significant regression was found (F(6,75) = 29.236, p < .000), 
with an R2 of .700. Reaction’s R2 value of .700 indicates the variables in this regression account 
for 70.0% of the variance in program effectiveness. Participants’ predicted improvement in work 
performance is equal to 3.092 +.717 (Reaction) units when program effectiveness is measured as 
a unit. A participant’s improvement in their work increased by .717 units for each unit increase of 
their reaction to the program. As indicated, this model is statistically significant and shows a 
positive correlation between Reaction and program effectiveness.  
In the second column of Table 8, OLS Regression 2 includes the independent variable 
Learning and control variables. A significant regression was found (F(6,75) = 23.327, p < .000), 
with an R2 of .757. Learning’s R2 value of .757 indicates the variables in this regression account 
for 75.7% of the variance in program effectiveness. Participants’ predicted improvement in work 
performance is equal to 3.916 +.813 (Learning) units when program effectiveness is measured as 
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a unit as well.  A participant’s improvement in their work increased by .813 units for each unit 
increase of their reported learning. As indicated, this model is statistically significant and shows a 
positive correlation between Learning and program effectiveness.  
In the third column of Table 8, OLS Regression 3 includes the independent variable 
Behavior and control variables. A significant regression was found (F(6,75) = 11.609, p < .000), 
with an R2  of .377. Behavior’s R2 value of .377 indicates the variables in this regression account 
for 37.7% of the variance in program effectiveness. Participants’ predicted improvement in work 
performance is equal to 3.735 +.707 (Behavior) units when program effectiveness is measured as 
a unit as well. A participant’s improvement in their work increased by .707 units for each unit 
increase in how what they learned was applied to their behavior. As indicated, this model is 
statistically significant and shows a positive correlation between Behavior and program 
effectiveness.  
Multiple Regression 
A multiple regression analysis was conducted to evaluate how participant’s reaction learning, and 
behavior predicted DITA’s effectiveness. 








Table 9.2: Multiple Regression Coefficients  
 
 A multiple linear regression was calculated to predict program effectiveness on 
participants’ reported reaction, learning, and behavior. A significant regression was found (F(8,73) 
= 42.224, p < .000), with an R2 of .822. The model explains 82.2% of the variance in the dependent 
variable is explained by the independent variables (see Table 9.1). The model fails to explain 
17.8% of the variability, also known as error. Participants predicted program effectiveness is equal 
to 3.482 +.277 (Reaction) +.536 (Learning) + .209 (Behavior), where each variable is coded as a 
Likert scale unit of measure (see Table 9.2). As the Reaction index increases by one value, or for 
every one unit of change, there is a .277 increase in the “quality of work improved” dependent 
variable (or program effectiveness). The more trainees are satisfied with the program (as measured 
by the index), the more they believe the program improved the quality of their work. As the 
Learning index increases by one value, or for every one unit of change, there is a .536 increase in 
program effectiveness. The more trainees who reported they learned what was intended by the 
program (as measured by the index), the more they will believe the program improved the quality 
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of their work. As the variable Behavior index increases by one value, or for every one unit of 
change, there is a .209 increase in program effectiveness. The more trainees who report they are 
able to apply what they learned to their daily work (as measured by the index), the more they will 
believe the program improved the quality of their work. Results of the multiple linear regression 
indicated there was a collective significant effect between all three predictor variables and program 
effectiveness.  
Table 10: Correlation Matrix 
 
 
Table 10 illustrates a correlation matrix amongst Reaction, Learning, and Behavior. 
Reaction and Learning have an equal correlation of .780, which indicates there is a problem with 
multicollinearity. Multicollinearity is a problem in research, as each predictor variable should be 
independent of one another.  
Another indication of a problem with multicollinearity is the difference between the 
Reaction variable in the OLS regression compared to the multiple regression. In the OLS 
regression, the predictor variable Reaction has a significantly higher coefficient value when 
analyzed alone versus with the other predictor variables of Learning and Behavior. The coefficient 
for Reaction, changes from .717 in the OLS regression to .277 in the multiple regression. The 
Reaction coefficient is significantly inflated when analyzed alone. For empirical reasons, the 
variable Reaction should have been removed from the final model. 
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The p value for each independent value was <.000. The results of the analyses indicate 
Reaction, Learning, and Behavior each have an independent effect on program effectiveness. 
Therefore, null hypothesis H1, null hypothesis H2, and null hypothesis H3 is rejected.  
The research did not indicate any statistically significant findings regarding a participant’s 
age, experience, salary, or ethnic background in relation to training effectiveness. However, the 
results illustrate some trends with the data. For example, 36.58% of respondents reported a higher 
score for Learning than Behavior. Of these respondents, they are older (see Figure D.1) and have 
more experience (see Figure D.2). 















Figure D.2: Experience and Higher Reports of Learning than Behavior 
 
 
Robustness Check: Stepwise Regression 
Table 11.1 illustrates the model summary for model 1 indicated a R2  of .754 for Learning. When 
the predictor variable Reaction was added into the model (model 2), an additional .049, or 4.9%, 
variance in program effectiveness was accounted and increased the overall R2 to .803, or 80.3%. 
When Behavior was added into the model (model 3), an additional .012, or 1.2%, variance in 
program effectiveness was accounted and increased the overall R2  to .816, or 81.6%.  




When the variable Reaction was added to the regression in model 2, the coefficient for 
Learning decreased from .813 to .556. When the variable Reaction was added to model 3, the 
coefficient for Learning decreased further to .548. Learning has a higher coefficient when it is 
alone than when it is with the other variables, such as Behavior. When controlling for Behavior, 
the trainees who changed their behavior due to the program are a self-selecting group of people 
who also believed the they also learned what they intended to learn.  
The stepwise regression model’s results are provided in Table 11.2. All three independent 
variables had p values < .05, thereby indicating they are significant. All three independent variables 
significantly predicted overall program effectiveness. The p values suggest that the model is a 
good fit of a data. For example, the value of R2 is 81.6%, which is an increase from 75.4% at the 
first model attempt. This can be interpreted that 81.6% of the total variance in program 
effectiveness was explained by Reaction, Learning, and Behavior. Table 11.2 was important, as it 
determined the individual and combined effect of the variables on overall program effectiveness. 
Table 11.2: Stepwise Regression Coefficients  
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 The stepwise regression analysis removed all control variables from the model as they were 
statistically insignificant. The final model (model 3) also included all three independent variables, 
which indicated they were the best predictors for the variance of program effectiveness. In 
comparing the multiple regression results with the stepwise regression results in Table 12, there 
were little differences amongst the values of the coefficients. This may be interpreted as evidence 
of structural validity. The independent variables were insensitive to the adding and dropping of 
other variables, as seen by the little change in the coefficients. 




The present study has several limitations, such as multicollinearity as previously discussed. In 
addition, the data collected relied on self-assessment measures. The use of self-assessment 
measures may have caused variance issues by inflating observed relationships amongst the 
variables. Ideally, the survey should have also been performed by multiple sources, such as the 
investigator who participated in the program, the investigator’s direct supervisor(s), the 
investigators’ subordinates (if applicable), and the investigator’s colleagues (including other 
investigators and attorneys). Moreover, this study did not control for a variety of specific 
individual variables (such as motivation) that may have influenced the investigator’s experiences 
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and evaluation of the training they received. Lastly, the DITA program does not have specified 
learning outcomes for each of the four modules. This poses a challenge, as many program 
evaluations focus on determining whether or not trainees achieved the program outcomes. A 
measure of the program’s stated outcomes would have allowed for the research to be more specific 
in regard to what outcomes are being met and which are not.  
ANALYSIS 
The results of the analyses demonstrated a strong positive relationship between the independent 
and dependent variables. A participant’s reaction, learning, and behavior regarding  DITA 
contributed significantly to the prediction of training effectiveness.  Trainees reported they overall 
enjoyed the DITA trainings, learned the material that was intended, were able to apply the new 
knowledge and skills learned to their job, and ultimately felt that their work improved. In light of 
the statistically significant results of the regression analyses, one can conclude the DITA program 
is in fact effective.   
Approximately a third of respondents indicated a higher response on whether they learned 
what was intended versus if they applied what they learned to their work. These results were driven 
by age and experience. Investigators who are older and have more experience may have still 
learned what was intended by DITA; however, they believe they applied the knowledge or skill to 
their work less. Individual characteristics can explain why this is the case. For example, some 
experienced investigators may be less apt to change how they conduct their work because they 
have been doing tasks the same way for years. Other experienced investigators may complain 
about making changes, but are adaptive and will eventually apply new techniques they learned. If 
the new skill involves the use of technology, Millennials may also be more apt to apply it to their 
everyday work versus Baby Boomers. 
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The literature review highlighted the impact managerial support can have on a trainee’s 
motivation to complete a training program. Results from the survey indicated a majority of 
respondents did not agree or disagree with the statement they felt supported and motivated to use 
their new skills. This result may be interpreted that there is a lack of managerial support for 
investigators to attend DITA, as a manager who supports DITA should also support investigators 
implementing the new skills they learned. If managers within the organization show their support 
for the program, it will excite investigators to attend and motivate them to implement their new 
knowledge upon returning to work. It is important for investigators to feel they are able to be 
creative and apply new techniques when completing their tasks. If respondents are unsure if they 
feel supported or motivated, this indicates an issue with the organization’s lack of support for 
DITA rather than the investigators’.  
SWOT Analysis  
A SWOT analysis was conducted in order to further assess the current state of the DITA program. 
Table 13 illustrates the SWOT analysis and provides additional insight into the program’s 
strengths, weaknesses, opportunities, and threats by incorporating some of the collected 
questionnaire data. The SWOT analysis used data collected from the questionnaire’s open-ended 
questions, such as what trainees enjoyed or did not enjoy the most about the DITA program. Some 
answers from the “enjoyed the most” survey question were identified as being some of the 
program’s strengths or opportunities. Some answers from “enjoyed the least” survey question were 
identified as being the program’s weaknesses or threats. Below is an illustration of the SWOT 
analysis conducted using the open-ended questionnaire questions. For a complete list of answers 
to the questionnaire’s four open-ended questions, reference Appendix B.  
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Table 13: SWOT Analysis 
 
 
Strengths. One of the most noted components of DITA, as indicated by respondents, is the 
ability to meet investigators from other counties or agencies. Networking allows connections to be 
made and partnerships to form. This is a significant benefit, as investigators may find themselves 
needing the assistance of investigators in various counties throughout the state. Another internal 
strength of DITA is the combination of classroom lectures and hands-on activities and 
demonstrations. By providing trainees opportunities to engage in group work, as well as practice 
the skills they learn, it appeals to many students in that they are allowed the opportunity to learn 
and absorb information in different ways. Another DITA strength is the focus on defense 
investigation. As previously stated, DITA is one of the only academy-style trainings that appeal 
specifically to defense investigation.  Whereas most training programs cover a wide variety of 
topics befitting for anyone on the defense team, DITA is unique in that it provides defense 
investigators with specific knowledge and tools to do their investigative work effectively. With 20 
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years of experience, DITA has experience hosting the modules. They have been able to improve 
the implementation of the training based on trainee feedback and continue to enhance the program.   
Weaknesses. One of the most noted comments from the survey participants regarded the 
cost of the program, necessary travel, and time away from their work. Internally, the program 
requires the financial ability to host the program, which they obtain through registration fees. Many 
participants expressed unease about paying the high cost to participate. This could be due to their 
agency’s lack of ability to sponsor them to go to the training or other budgetary limitations. Some 
investigators noted they did not like the long training days and felt the presenters were not 
prepared. DITA staff can increase communication with their presenters ahead of time to ensure 
they have what they need for their presentation. An increase of breaks or re-organization of the 
training day can minimize the feeling of long, overwhelming days. Another noted weakness for 
DITA is their lack of follow-through post training. It is important for DITA to connect with 
investigators following the training, should they indicate they will. For example, if DITA staff 
specify they will provide feedback from an assignment, then investigators expect to hear from 
them. If DITA does not follow-through as indicated, then it can contribute to investigators’ feeling 
of diminished legitimacy in the program and lack of interest in participating in future modules.  
Lastly, DITA must find a balance in the complexity of information provided. DITA is open to all 
investigators with various levels of experience, but less experienced investigators should not leave 
the training feeling overwhelmed. Conversely, more experienced investigators should not 
complete the training believing they did not learn enough.  
Opportunities. Networking was identified as a strength, but it also serves as an opportunity 
for future collaboration. When organizations in the same field create more connections throughout 
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the state, it can result in opportunities for collaboration on larger-scale projects or organizational 
goal attainment. DITA also allows for the opportunity to have a positive impact in the criminal 
justice system, as effective training naturally lends to more productive investigation which is 
beneficial for representation of any defendant. Moreover, DITA provides a balance to the training 
of those in comparable professions. DITA is an opportunity to train defense investigators for better 
case outcomes and levels the playing field regarding prosecution and defense.  
Threats. Despite DITA’s positive successes and opportunities, DITA faces some external 
threats. One of the largest threats is the additional cost for some investigators attending the training 
program, coupled with the issue of managerial support. When considering DITA is available to 
defense investigators across the state but is always located in the same general area (southern 
California), travel considerations become another obstacle for those who are not in proximity to 
the training location. The fiscal impact can be significant for all investigators who have to pay out 
of pocket for tuition and suffer a loss of vacation hours but this is even more so for investigators 
who live out of the area and must shoulder the added cost travel expenses. In many cases an 
investigator’s tasks and work continue to accumulate the longer they are away. The workload that 
is left behind for a week while a participant is away may result in additional hardships on the 
organization and investigator. This may result in attendance at the training being less of a priority 
in comparison to the work needing to be completed. These factors could be a deciding factor in 
training attendance becoming less of a priority than maintaining control of the work at hand. There 
is a chance the internal cost of the program and external management support are also correlated. 
As the research indicates, managerial attitudes have a significant impact on trainees supporting a 
training. A lack of managerial support towards employees attending the program for any reason, 
let alone a fiscal one, will negatively affect employee attendance and participation. The financial 
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burden placed on employees due to the cost, travel, and possible lack of manager support may 
result in a loss of interest to complete all four modules. Reportedly, this factor, combined with 
previously mentioned negative factors, has led to participants losing interest in completing all four 
modules. Moreover, programs like DITA are in competition with the prevalence of online trainings 
which are becoming more common due to convenience and typically lower tuition costs. 
Implications  
Organizations may incorporate DITA into their training policy. According to Halachmi (1981), a 
training policy refers to the “decisions concerning the allocation and utilization of two important 
resources—money and people” (p. 34). In other words, training policy serves as a guideline 
concerning the use of resources which will improve the quality of human resources. The 
uniqueness of the DITA program may serve as a model, mandatory training program for the 
profession of defense investigation. Just as prosecution-oriented investigators must complete their 
POST training requirements, DITA may serve as the equivalent for those who work in defense. 
Although the thought of making a training program, such as DITA, mandatory for defense 
investigators who are beginning their career may appear to be an unattainable goal, it will begin a 
discussion of the importance of minimum training requirements for defense  investigators moving 
forward. An organization that implements DITA into their training policy and plan can budget for 
costs accordingly.  
Training comes as a cost to an organization and therefore, it is important to note any return 
on investments. For an organization to justify the expense of sending staff to a training program, 
such as DITA, it must be cost-effective. The benefits must outweigh the costs and training is only 
beneficial if it is effective. Managers should not assume a training is effective; they should demand 
training evaluations are continuously conducted to show effectiveness. In other words, support for 
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training evaluations should emanate from management and be carried out by program staff. 
Moreover, when management is aware of a program evaluation’s results, they develop increased 
support for a training. Managerial support results in an increase in employee motivation to learn 
and transfer their new knowledge to others.                               
Furthermore, management and training programs should determine specific training needs 
prior to the development of a training course. Programs such as DITA should make sure to monitor 
“hot topics” in the field of defense investigation and incorporate the appropriate lectures for the 
associated module. These “hot topics” should then be communicated and advertised when 
enrollment for the module begins. Based on the training needs, programs should create a training 
plan, or agenda, and establish a pre/post assessment evaluation to determine employees learned 
what was intended. It is important for the evaluations to be routinely analyzed so strengths and 
weaknesses can be determined. 
 
Lastly, many of the discussed weaknesses and threats to DITA involved cost, investigators 
being away from the office for a week, and lack of managerial support. The implementation of 
blended learning has become increasingly popular. Blended learning, or hybrid courses, is the 
combination of online and classroom learning. DITA may implement the recording of lectures or 
presentations and create group-work assignments which can be discussed later in the classroom 
method. The implementation of blended learning is cost-effective and will likely increase 
participation, interest, and support for the program.  
CONCLUSION 
The objective of any training program is to add value to an employee’s performance. The role of 
a defense investigator is significant to the balance of the criminal justice system; therefore, 
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effective training of individuals in this role is paramount. Research such as this can be useful for 
evaluations of significant training programs.  
This research explored DITA training effectiveness in regard to trainee’s reported reaction 
to the program, information learned, and if they were able to apply their new knowledge or skills 
to their work. There is a gap in the literature regarding the importance of training for this particular 
profession. Defense investigators must be able to receive training that is comparable to similar 
professionals. A review of the literature notes the many benefits to effective training for both the 
organization and employee: improved work performance, increased job satisfaction, and 
achievement of the organization’s mission and goals. The literature also notes the significance 
managerial support has in regard to employee’s interest in particular training programs. 
Many organizations do not meet employee demands in regard to training. This study 
indicated the DITA program provides employees with knowledge and skills to help them grow as 
investigators. Training programs, such as DITA, have been designed according to the specific 
needs of the profession and organization. The input from the participants allows for a reevaluation 
of DITA’s objectives in consideration of their professional needs. There is a reported positive 
relationship between DITA’s training activities and employee performance; therefore, training and 
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Appendix A: Survey Distribution Agencies 
 
Agencies   
SSA Security Group La Jeune Investigations 
Accredited  Law Office of Ciro Hernandez 
ACE Investigations 
Law Offices of Pub Defender, San Bernardino Co. 
Central Division 
ADH Investigations 
Law Offices of Pub Defender, San Bernardino Co. 
Joshua Tree Branch 
Alameda Co Public Defender Legacy Quest International 
All Valley Detectives Lepore Associates 
Alliance Forensic  Services Los Angeles County Alternate Public Defender 
Ami’s Investigations Los Angeles County Public Defender  
Anne Fields & Associates Madera Alternate Defense Office 
Astute Investigations Maguire & Ashbaugh 
Blackburn Investigative Services Marin County Public Defender 
Ciummo & Associates Mena Investigative Service 
Coastline Detectives Inc Mendocino County Public Defender 
Cody S Investigations Mike Hermann Investigations 
Contra Costa County Public Defender Moore Professional Invest. Services 
Cordis Bilingual Services N F Rusteen Company 
Counterpoint Investigations Napa County Public Defender 
County of El Dorado Office of the Public 
Defender Nolan, Armstrong & Barton 
Cox Investigations Nor Cal Professional Services 
Crowell Defense Investigations Orange County Alternate Public Defender 
D.A.L.M. Investigations Orange County Public Defender 
Daniel DeSantis and Associates  Owls Investigations 
Ed Oasa Investigations Palma & Palma Investigations 
Enterprise Investigations Performance Investigations, Inc, 
Expert Data Forensic Federal Public Defender Peter Lewis Mazzone International Investigations 
Federal Public Defender Pinnacle Investigations 
FYI Research and Investigations Pitney Investigations 
Habeas Corpus Resource Center Placer County Public Defender 
Humboldt County Public Defender Office R. Curtis Stewart & Associates 
Imperial County Public Defender R. Ward & Associates 
J. Greg Lewis Investigative Services Richard A. Ciummo & Associates 
J. Ornelas Investigations Rivera & Associates 
J.A. Stevenot and Associates Riverside County Public Defender 
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JB Tucker & Associates Rush Investigations 
Jerry T Wynne Investigations S & R Investigations 
Kern County Public Defender S.A.S. Legal & Investigative Services 
Klopper Investigations San Bernardino County Public Defender 
Kootenai County Public Defender San Diego Alternate Public Defender 
San Diego County Public Defender Solano County Public Defender 
San Diego Multiple Conflicts Office Sonoma County Public Defender 
San Francisco County Public Defender Special Investigations Group Inc. 
San Luis Obispo Public Defender Stockham Computer Forensics and Investigations 
San Mateo County Private Defender T. Grant & Associates, Inc. 
Santa Barbara County Public Defender T.T. Williams, Jr. Investigations, Inc. 
Santa Clara County Alternate Public Defender Tactical Investigative Services 
Santa Clara County Public Defender Townsend, Carden & Rose, Inc. 
Scott R. James II Investigative Services Trial Attorney Support Services 
SDS Investigations Tulare County Public Defender 
Shasta County Public Defender Yolo County Public Defender 
Solano County Alternate Public Defender Ventura County Public Defender 



























Appendix C: Survey 
 




2.) Ethnic Background (check only one of the most appropriate responses) 
1. White 
2. Black or African American 
3. American Indian or Alaska Native 
4. Asian 
5. Native Hawaiian or Pacific Islander 
6. Hispanic or Latino 
7. Other 
 
3.) Number of years in your current position, or similar 
1. 1-3 years 
2. 4-6 years 
3. 7-9 years 
4. 10-12 years 
5. 13-15 years 
6. 16-18 years 
7. 19-21 years 
8. 22+ years 
 
4.) What is your age? 
1. 20 years or younger 
2. 21-25 years 
3. 26-30 years 
4. 31-35 years 
5. 36-40 years 
6. 41-45 years 
7. 46- 50 years 
8. 50+ years 
 
5.) What is your annual salary?  
1. Less than $24,999 
2. $25,000- $34,999 
3. $35,000- $49,999 
4. $50,000- $74,999 
5. $75,000-$99,000 
6. $100,000- $149,999 
7. $150,000- $199,999 
8. $200,000 or more 
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6.) I have completed DITA Module 1: Introduction to Defense Investigations 
1. Yes 
2. No 
3. Not sure 
 
7.) I have completed DITA Module 2: Case Development and Procedure 
1. Yes 
2. No 
3. Not sure 
 
8.) I have completed DITA Module 3: Communications for the Investigator 
1. Yes 
2. No 
3. Not sure 
 
9.) I have completed DITA Module 4: Investigative Sciences and Technology 
1. Yes 
2. No 
3. Not sure 
 
10.) The program objectives were clearly defined. 




5. Strongly agree 
 
11.) The course materials were well organized. 




5. Strongly agree 
 
12.) The material was relevant to my needs. 




5. Strongly agree 
 
 
13.) The facilitators demonstrated a good understanding of the material. 
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5. Strongly agree 
 
14.) The final test for the module was a fair representation of the program content. 




5. Strongly agree 
 
15.) The material was the right level of complexity for my background. 




5. Strongly agree 
 
16.) I enjoyed the DITA modules.  




5. Strongly agree 
 
17.) The training was beneficial to my work as a criminal defense investigator.  




5. Strongly agree 
18.) The training style was conducive to learning. Consider pace, delivery method, location, content, 
etc. 




5. Strongly agree 
 
 
19.) I would recommend this training to others. 
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5. Strongly agree 
 
20.) Overall, I was satisfied with this training program.  




5. Strongly agree 
 
21.) I learned the skills and information intended to be taught. 




5. Strongly agree 
 
22.) Participation in this training enhanced my skills as a criminal defense investigator.  




5. Strongly agree 
 
23.) DITA assisted in preparing my for my future endeavors.   




5. Strongly agree 
 
24.) I am able to apply the knowledge I learned to my everyday work. 




5. Strongly agree 
 
 
25.) I often use the knowledge I learned in my everyday work. 
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5. Strongly agree 
 
26.) I feel supported and motivated to use the new skills I learned.  




5. Strongly agree 
 
27.) I am able to transfer what I learned in this training to another person.  




5. Strongly agree 
 
28.) The quality of my work improved due to this training.  




5. Strongly agree 
 
 
What do you like the most about the DITA program?  
What do you like the least about the DITA program? 
If you have not completed all four modules, why? 


















# Field Minimum Maximum Mean Std Deviation Variance Count 




# Answer % Count 
1 Male 47.56% 39 
2 Female 52.44% 43 
 Total 100% 82 
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Ethnic Background (check only one of the most appropriate responses): 
 
 





Ethnic Background (check only 
one of the most appropriate 
responses): 
1.00 7.00 3.43 2.34 5.49 82 
 
# Answer % Count 
1 White 39.02% 32 
2 Black or African American 9.76% 8 
3 American Indian or Alaska Native 3.66% 3 
4 Asian 9.76% 8 
5 Native Hawaiian or Pacific Islander 0.00% 0 
6 Hispanic or Latino 30.49% 25 
7 Other 7.32% 6 
 Total 100% 82 
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Number of years in your current position, or similar: 
 
 





Number of years in your 
current position, or similar: 
1.00 8.00 3.35 2.29 5.25 82 
 
# Answer % Count 
1 1-3 years 29.27% 24 
2 4-6 years 18.29% 15 
3 7-9 years 10.98% 9 
4 10-12 years 13.41% 11 
5 13-15 years 8.54% 7 
6 16-18 years 4.88% 4 
7 19-21 years 6.10% 5 
8 22+ years 8.54% 7 





# Field Minimum Maximum Mean Std Deviation Variance Count 
1 Age: 2.00 8.00 4.60 1.92 3.67 81 
 
# Answer % Count 
1 20 years or younger 0.00% 0 
2 21-25 years 16.05% 13 
3 26-30 years 22.22% 18 
4 31-35 years 9.88% 8 
5 36-40 years 18.52% 15 
6 41-45 years 12.35% 10 
7 46- 50 years 12.35% 10 
8 50+ years 8.64% 7 





# Field Minimum Maximum Mean Std Deviation Variance Count 
1 Annual salary: 3.00 8.00 5.04 0.96 0.92 81 
 
# Answer % Count 
1 Less than $24,999 0.00% 0 
2 $25,000- $34,999 0.00% 0 
3 $35,000- $49,999 1.23% 1 
4 $50,000- $74,999 34.57% 28 
5 $75,000-$99,000 28.40% 23 
6 $100,000- $149,999 32.10% 26 
7 $150,000- $199,999 2.47% 2 
8 $200,000 or more 1.23% 1 
 Total 100% 81 
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I have completed DITA Module 1: Introduction to Defense Investigations: 
 
 





I have completed DITA Module 
1: Introduction to Defense 
Investigations: 
1.00 2.00 1.46 0.50 0.25 81 
 
# Answer % Count 
1 Yes 54.32% 44 
2 No 45.68% 37 
3 Not sure 0.00% 0 
 Total 100% 81 
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I have completed DITA Module 2: Case Development and Procedure 
 
 





I have completed DITA Module 
2: Case Development and 
Procedure 
1.00 3.00 1.41 0.52 0.27 81 
 
# Answer % Count 
1 Yes 60.49% 49 
2 No 38.27% 31 
3 Not sure 1.23% 1 
 Total 100% 81 
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I have completed DITA Module 3: Communications for the Investigator 
 
 





I have completed DITA Module 
3: Communications for the 
Investigator 
1.00 3.00 1.34 0.50 0.25 80 
 
# Answer % Count 
1 Yes 67.50% 54 
2 No 31.25% 25 
3 Not sure 1.25% 1 
 Total 100% 80 
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I have completed DITA Module 4: Investigative Sciences and Technology 
 
 





I have completed DITA Module 
4: Investigative Sciences and 
Technology 
1.00 2.00 1.35 0.48 0.23 80 
 
# Answer % Count 
1 Yes 65.00% 52 
2 No 35.00% 28 
3 Not sure 0.00% 0 
 Total 100% 80 
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The program objectives were clearly defined. 
 
 





The program objectives were 
clearly defined. 
11.00 17.00 12.23 1.26 1.59 78 
 
# Answer % Count 
11 Strongly agree 30.77% 24 
12 Agree 39.74% 31 
13 Somewhat agree 15.38% 12 
14 Neither agree nor disagree 7.69% 6 
15 Somewhat disagree 3.85% 3 
16 Disagree 1.28% 1 
17 Strongly disagree 1.28% 1 
 Total 100% 78 
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The course materials were well organized. 
 
 





The course materials were well 
organized. 
18.00 24.00 19.28 1.15 1.33 78 
 
# Answer % Count 
18 Strongly agree 24.36% 19 
19 Agree 42.31% 33 
20 Somewhat agree 23.08% 18 
21 Neither agree nor disagree 3.85% 3 
22 Somewhat disagree 5.13% 4 
23 Disagree 0.00% 0 
24 Strongly disagree 1.28% 1 
 Total 100% 78 
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The material was relevant to my needs. 
 
 





The material was relevant to 
my needs. 
4.00 10.00 5.42 1.41 1.99 78 
 
 
# Answer % Count 
4 Strongly agree 33.33% 26 
5 Agree 24.36% 19 
6 Somewhat agree 23.08% 18 
7 Neither agree nor disagree 10.26% 8 
8 Somewhat disagree 5.13% 4 
9 Disagree 2.56% 2 
10 Strongly disagree 1.28% 1 
 Total 100% 78 
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The facilitators demonstrated a good understanding of the material. 
 
 





The facilitators demonstrated a 
good understanding of the 
material. 
4.00 8.00 4.71 0.88 0.77 78 
 
# Answer % Count 
4 Strongly agree 50.00% 39 
5 Agree 35.90% 28 
6 Somewhat agree 8.97% 7 
7 Neither agree nor disagree 3.85% 3 
8 Somewhat disagree 1.28% 1 
9 Disagree 0.00% 0 
10 Strongly disagree 0.00% 0 
 Total 100% 78 
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The final test for the module was a fair representation of the program content. 
 
 





The final test for the module was 
a fair representation of the 
program content. 
4.00 9.00 5.17 1.02 1.04 76 
 
 
# Answer % Count 
4 Strongly agree 26.32% 20 
5 Agree 43.42% 33 
6 Somewhat agree 21.05% 16 
7 Neither agree nor disagree 6.58% 5 
8 Somewhat disagree 1.32% 1 
9 Disagree 1.32% 1 
10 Strongly disagree 0.00% 0 
 Total 100% 76 
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The material was the right level of complexity for my background. 
 
 





The material was the right level 
of complexity for my 
background. 
4.00 10.00 5.85 1.59 2.51 78 
 
# Answer % Count 
4 Strongly agree 28.21% 22 
5 Agree 17.95% 14 
6 Somewhat agree 19.23% 15 
7 Neither agree nor disagree 16.67% 13 
8 Somewhat disagree 12.82% 10 
9 Disagree 3.85% 3 
10 Strongly disagree 1.28% 1 
 Total 100% 78 
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I enjoyed participating in the DITA module(s). 
 
 





I enjoyed participating in the 
DITA module(s). 
1.00 7.00 2.87 1.72 2.97 79 
 
# Answer % Count 
1 Strongly agree 26.58% 21 
2 Agree 26.58% 21 
3 Somewhat agree 13.92% 11 
4 Neither agree nor disagree 11.39% 9 
5 Somewhat disagree 11.39% 9 
6 Disagree 7.59% 6 
7 Strongly disagree 2.53% 2 
 Total 100% 79 
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This training was beneficial to my work as a criminal defense investigator. 
 
 





This training was beneficial to 
my work as a criminal defense 
investigator. 
1.00 6.00 2.20 1.25 1.55 79 
 
# Answer % Count 
1 Strongly agree 37.97% 30 
2 Agree 26.58% 21 
3 Somewhat agree 20.25% 16 
4 Neither agree nor disagree 8.86% 7 
5 Somewhat disagree 5.06% 4 
6 Disagree 1.27% 1 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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I would recommend this training to others. 
 
 





I would recommend this 
training to others. 
1.00 7.00 2.67 1.60 2.55 79 
 
# Answer % Count 
1 Strongly agree 30.38% 24 
2 Agree 22.78% 18 
3 Somewhat agree 18.99% 15 
4 Neither agree nor disagree 15.19% 12 
5 Somewhat disagree 5.06% 4 
6 Disagree 5.06% 4 
7 Strongly disagree 2.53% 2 
 Total 100% 79 
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Overall, I was satisfied with this training program. 
 
 





Overall, I was satisfied with 
this training program. 
1.00 7.00 2.76 1.65 2.71 79 
 
# Answer % Count 
1 Strongly agree 30.38% 24 
2 Agree 21.52% 17 
3 Somewhat agree 15.19% 12 
4 Neither agree nor disagree 17.72% 14 
5 Somewhat disagree 7.59% 6 
6 Disagree 5.06% 4 
7 Strongly disagree 2.53% 2 
 Total 100% 79 
 79 
 I learned the skills and information intended to be taught. 
 
 





I learned the skills and 
information intended to be 
taught. 
1.00 5.00 2.29 1.06 1.12 79 
 
# Answer % Count 
1 Strongly agree 22.78% 18 
2 Agree 43.04% 34 
3 Somewhat agree 21.52% 17 
4 Neither agree nor disagree 7.59% 6 
5 Somewhat disagree 5.06% 4 
6 Disagree 0.00% 0 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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Participation in this training 
enhanced my skills as a criminal 
defense investigator. 
1.00 7.00 2.78 1.62 2.62 79 
 
# Answer % Count 
1 Strongly agree 30.38% 24 
2 Agree 17.72% 14 
3 Somewhat agree 20.25% 16 
4 Neither agree nor disagree 15.19% 12 
5 Somewhat disagree 8.86% 7 
6 Disagree 6.33% 5 
7 Strongly disagree 1.27% 1 
 Total 100% 79 
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DITA assisted in preparing me for my future endeavors. 
 
 





DITA assisted in preparing me 
for my future endeavors. 
1.00 7.00 3.09 1.78 3.17 79 
 
# Answer % Count 
1 Strongly agree 24.05% 19 
2 Agree 18.99% 15 
3 Somewhat agree 21.52% 17 
4 Neither agree nor disagree 13.92% 11 
5 Somewhat disagree 6.33% 5 
6 Disagree 11.39% 9 
7 Strongly disagree 3.80% 3 
 Total 100% 79 
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I am able to apply the knowledge I learned to my everyday work. 
 
 





I am able to apply the 
knowledge I learned to my 
everyday work. 
1.00 6.00 2.65 1.36 1.85 79 
 
# Answer % Count 
1 Strongly agree 27.85% 22 
2 Agree 18.99% 15 
3 Somewhat agree 25.32% 20 
4 Neither agree nor disagree 18.99% 15 
5 Somewhat disagree 6.33% 5 
6 Disagree 2.53% 2 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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I often use the knowledge I learned in my everyday work. 
 
 





I often use the knowledge I 
learned in my everyday work. 
1.00 6.00 2.76 1.49 2.23 79 
 
# Answer % Count 
1 Strongly agree 25.32% 20 
2 Agree 24.05% 19 
3 Somewhat agree 18.99% 15 
4 Neither agree nor disagree 20.25% 16 
5 Somewhat disagree 3.80% 3 
6 Disagree 7.59% 6 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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The training style was conducive to learning. (Consider pace, delivery method, 
location, content, etc.) 
 
 





The training style was conducive 
to learning. (Consider pace, 
delivery method, location, 
content, etc.) 
1.00 7.00 3.62 1.84 3.40 79 
 
# Answer % Count 
1 Strongly agree 15.19% 12 
2 Agree 18.99% 15 
3 Somewhat agree 16.46% 13 
4 Neither agree nor disagree 12.66% 10 
5 Somewhat disagree 17.72% 14 
6 Disagree 12.66% 10 
7 Strongly disagree 6.33% 5 




I feel supported and motivated to use the new skills I learned. 
 
 





I feel supported and motivated 
to use the new skills I learned. 
1.00 6.00 2.89 1.30 1.70 79 
 
# Answer % Count 
1 Strongly agree 18.99% 15 
2 Agree 21.52% 17 
3 Somewhat agree 22.78% 18 
4 Neither agree nor disagree 26.58% 21 
5 Somewhat disagree 8.86% 7 
6 Disagree 1.27% 1 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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I am able to transfer what I learned in this training to another person. 
 
 





I am able to transfer what I 
learned in this training to 
another person. 
1.00 6.00 2.67 1.43 2.04 79 
 
# Answer % Count 
1 Strongly agree 29.11% 23 
2 Agree 18.99% 15 
3 Somewhat agree 21.52% 17 
4 Neither agree nor disagree 20.25% 16 
5 Somewhat disagree 6.33% 5 
6 Disagree 3.80% 3 
7 Strongly disagree 0.00% 0 
 Total 100% 79 
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The quality of my work improved due to this training. 
 
 





The quality of my work 
improved due to this training. 
4.00 9.00 5.97 1.53 2.33 78 
 
# Answer % Count 
4 Strongly agree 23.08% 18 
5 Agree 19.23% 15 
6 Somewhat agree 17.95% 14 
7 Neither agree nor disagree 23.08% 18 
8 Somewhat disagree 10.26% 8 
9 Disagree 6.41% 5 
10 Strongly disagree 0.00% 0 
 Total 100% 78 
 
